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WE CALL IT LEADERSHIP TRAINING, BUT ITS REALLY 
LE^ERSHIP SHARING 



So^ t/oa' ve. bQ.m oXzatzd? And you aAe.n^ t ietttng ^eo-dy to dacil yo4^h 
^t/ie ^t4ponM4b4ZiiMMf Rtglon 9, M^ocUa^an EdaaaM.oncLt Commum.- 
aaaoru and T^thnoZogy knom about that. Fkom thz K^tbAotiOinM that 
aoZtzoXlv^. ^fiiilXnQ ^avo^wZ ymM ago began aw annaaZ gatheAH.ng 
"n^Kt yto/lb* ttadmM^* to hhoKt mftJilUi tdzoji, p^obltm 6oZytng 
tmkyUquu and 64jnply to ggt tQgtthvi to knovo gaah otkoA bitteH., 

HoiA) dOQM Lt mk.M 

Tgamjonk <j tht feey. Eduaattonat Mdta ImdeM i^om WaskLngton, On^zgon, 
kloukd, tdaho and Hoyitana cUl^ tkt tQ-oms om Ktgton 9 CQOAMncLtOJi, 
Chuck ktCitltough, hcL6 faeen tkz cataJLy^t t}iue pa^t szveAat ymu. 
Guut 6pecLk2M €K tmda/uhtp tutning ^ptCAALL4^ ^oaiu acL^vttLoA on 
^)hat it ^kzs to puJ: togoXhm ^uLaaqAs^iil oKgayUzatiovi^ , to^am^ OJt 
commtttteA , IMu^Zy about tkKzt days tn Itngth, the SeM^Lon tnatadts 
oppQ/UujfUti2jS ioh. mah po/uon to &^ad, to ^o'ttow, to OAgarUzQ. ^u^pHAAU, 
to oAtatz jfun, to tAy out n.olu, oK to ^oAbodlzt dUAcoMoAtu about 
u)hcLt*S gam on^ 

l4 mnth i^f ThAzt days quAXt a ahank o^ tmg^> 

Evtduat l^dMo^atu mnth tt, No one. has gone may mad ok mpty- 
hmdzd^ E\j2JLy p^t^an ha^ (iont/Ubati.d som^thtng. ActivitLQ^ havt bo-zn 
pKOAMzd* i^^sotnethtng I am tu€ t^kzn I ge.t faaafe homz") VHAattaaJt) 
not somoXiUrig my oat « the ^opo^pheAe. high £euei thton^y,. , 
EvatuatMoyu n^^iZtct ifee ualue IndLtviduaZly zxploKtng ayid dU cussing 
pnoblms mt^ otk^ in Aolu sMUaji. 

Wou; do joLks Qjt ^g^ef Is it a ^^ziosed s hop?-^ 

EolM in tnajo^ ttadauhip Mtgs in thtOi Ktspga^vz stata o^gayUzation^ 
ant auZomOitA.caXZy tUgibtz. Withtn gaah stdtz^ pn^uidznts 0% tht 
on^ganizatioyu /izp^tszn^ng JLLbwAy, mQ.dia^ audiovisual and (lommniaatioyt^ 
sztk out and invito those, who ^)iiJL &e hmding majo/t aommiMtUf dUAtcting 
coKi^eAencw^ on providing that spgoMoZ spoAk that makoM oh^gantzatLons 
tiveZy. UsuaZty ^/lete o^e a tiMit^d nmbeA oi beds - oULomd iiity. 
Vividfz that by the. pwbabZe KzpKe^e.i'i^XLon iwrn iivg stat2A^ and you 
have, som tdza attrndanat possiblz, Tht majo/t pkobtm - tanz may 
l(4or?? making days - ai^tcM cult) gzt^ng theAt sezms to bt a mattoA oi 
sorting pK^oAttie^ yOith thost lOho sign ^OK n^zlzasg tirnz iboSSzS, t^-tvei, etc. ) 

(ahat aboi U tht mxt session? Whe^^t mLl it be? 

OKtgon Maaatiomt Utdia kssoaiation thz toss ioK o^gantzing tt 
^04 1979. The location hasn't ytt fae.en stt, but an idial ^itz is 
szoAudtd i^om thost teLzphonlng baak^homt typeA, iA equipped wtth tasuatt 
intxpansivz tAvlng, and slttpivig quaAtoAS and oi^eAS noa^Miing iood. 
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OtheA than that, oM. that* 6 needed Lb tiio. tncU.n Koom tn i^hteh all am QOtheA 
and tht otkm. amu to wkLah mallvi g^oup^ tan go o^^ to ^oKt, pZm^ ok. play. 
ThU yaaJi, vo^gybdU. md W-feei l^to th2. kUJU oMmnattd with pAusa/ie- 
fitiZid smiitatLons and in,i^06ptattv€ dUAaiusion^^ F^om mch altmmtMvt^p 
hoi^ can anyone ho^lp but t^a/inf 

Wha^^doz4^ Lt fa fee/ Mo^e than am, ..... 

In C/ie m^d6 one the. itv^ aoo/idAnato^ ioK thi^ yga/L*6 Si^hlon'* 

"T ag^ee it tuw a mo6t Sao^tus^uZ soASlon ion. .cdZ t^e 
poAttoLpMtM and l*d a^yUbatt It not onJLy to tht 
CLona^n and ^otlbKt oi th^ g^oup a^tndUng^ but to the 
^pzcjMl upQAtAMt oiMl tAatfUng ^pzctalMt, Sae Sae£, kai 
0/L p/io cubing tho. Kz^hiU^ oi zaah acXtvlty. Thank yoa 
60 miiak ioK oAmngtng to have, hvi aomtf and ^o^ atJL that 
pKtZmLnMJj m^k yoa dtd to zmo tn on tkt neect6 oi tkt 
pcULttctpankU . 

'■Fo^ my6e.t^, I mjoytd tho^o. dky6 moAe than I aan 6ay — 
tht pZaat, tht lou) kty 6tgniitmnm o^ tht m^fuhop, the. 
aomplttt lack pKq^smt and tht uUitUng. I'm glad you 
thought 0^ mt tn aonntatLon u)ith tht cAecttu^e aornlofit^, 
because that tht ^Ung I ^ttt J m mut at — 1 ti^LialZy 
oMJjdt (Aitth tht gojfnt plan in mind Md a thau^and phAoAtb tn 
my hmd, and no toi^ttli Stnat yoa took e^te tht game 
planf no doubt thai -U lAJhy I ^e£i so H.tlaKtdl 1 1 1 1 We muut 
do tku Againf" 
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T>IE B/BfTB THE EVBfTS 

WEDNESDAY, July 12 

8^30 am Introduction^ overall directions 
EKpectations , announcenientB 

9i00 am Workshop objecttvei, procedures ? activities 

Ice breaker activity i 

a) Treasure hunt game 

b) Priendly helper/Tough battler/Cool calculator 

9 1 40 am Consensus aKerGise 

Work groups of 8^10 people 
EHercise focus on issues ofi 

Intardepenflence of people in organisation 
Decision making 
Acceptance/tolerance of others' ideas 

11 1 30 am Leadership stylas 

Tliaory input 
Discussion 
Question/answer 

12iO0 noon LUNCH 

1;Q0 pm Group process skills 
Real Estate Game 

(New) work groups of 8-- 10 people 
Focus on: 

Group roles 

Task/process skills 

Interdependence 

Use of graup raaources 

4:00 pm Break and run 
TmBSDAY, July 13 

8i30 am Big Brother session (Maggief Joan, selected facilitators) 

Si±)groups of 8-^10 people with mix of the states and of roles 
in the organiKatioris^ 

Experienced facilitator with each group; newsprint, pens^ tape. 

I, Brainatorm; what are the major challenges and barriers facing 
the organisation (s) in the year ahead? (i.e. Oregon 
revitallgationi Washington fledgling) 

II, Clarify, add to, elaborate on the listed i terns 

Set in priority order 

III* Identify possible, workable ways to meet challenges, overcoine 
barriers, 

5 
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IV • Move into large groups small groups share results 

Sinall groups share not just verbal report, but in sorne dramatic ^ 
ajftistici muaical or other mediated means. Create I 



12 1 00 noon LUNCH 



IzOO Experience session 

Star Power exercise* (Maggie, other facilitators on group changings) 



Inner ~ outer groups 

CommuniGation among/between groups 

Use and abuse of leadership power, authority 

New meii±)erg in established groups 

Work with total groups using 5 minute rounds of trading to create 3 
groups (circles, squares , triangles) based upon "wealth" 

FRlDAy^ July 14 

Si 30 am Dilerfttiias of leadership 

Activity trap 

Dealing with conflict 

Tfie ^'invisible organization" 

Wio am I leading? 
Who's helping ma? 

lis 15 am "So what" session 

SuitiJnariEtng 

Evaluating what's happened 
Planning to apply "back hoM" 
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WORKSHOP NOTES 



The Annual Region IK Leadefshop Workshop of the Association of 
Educationai Conununications and Technology was held in Leavenworth, 
y^Af July 12-14 # 1978. Attendincj were 43 persons representing 
library and media personnel at all educational levels from 
Washington* Oregon* Alaska, Idaho and Montana* Susan Buel, 
organisational development consultant, with the Northwest Reg^ 
ional Educational Laboratory served as facilitator. 



1. 
2. 
3. 
4. 

5. 
The 



The purpose of the workshop was toi 
identify individual leadershop styles 
identify and practice group process skills 
review and practice effective communication skills 
identify and seek solutions to organizational challenges 
in state professional organisations 
apply workshop learnings to "real work" settings 



first of many sessions was divided into three parts ^ an 
icebreaker activity* (Appendix A-1) a consensus deci^ion^making 
exercise ^ and discussion about leadership styles. The ice^ 
breaker activity consisted of a fifteen-minute "treasure hunt" 
to allow the participants to get to know one another. NeKt we 
divided ourselves into three groups depending upon how we perceived 
our own image in the organization in which we work^ (Appendix A- 2) 
The thr^^3 groups were: friendly helpers^ tough battlers, cool 
calculators^ Most people identified themselves as "friendly 
helpera'' whose style it is to emphasise the development of trusting 
relationships with staff. This was not a surprise in as much as 
many library, media, instructional development people are in service 
roles* I fou'td myself in the "cool calculator " groups Cool 
calculators are typically analytical and logical in their organiza^ 
tional work - "the closet intellectual.'" Positive aspects of this 
style are^ stabilizing influence on organization, homework is done 
in preparation for decisions. Negative aspects of the style is 
other's perceptions of cool calculators as: manipulators, somewhat 
paranoid, not being a team worker because always pointing out bad 
news, not acting ^ "analysis paralysis." Recommendations for cool 
calculators are: don't distract people with facts while emotions are 
running high, time input resorting from analysis when the group is 
ready to accept it, add interpersonal elements into ealcuiations^ 
The three classifications were developed by Richard Waller of the 
National Training Laboratory who asserts that the best leadership 
style is an amalgamation of the three* 




Tmaglne.. a H.-oo\n^ul po^opl^ 
tXJiaLLtatlytg , at^mblng o\)m 
aha<H4 to gat to ong anotliQ,%, 
gyoA dancing f pen4 ^CJiotak" 
ing. The. tadfe^i to a^UtueA 

^■Vou /laue 15 fiiinLitu to 
got u many AJ^gnatu/LQA 

ivho geta thg mo4t 6^gncL- 
tuA^ mm a pwze!-' Gtt 

/ . had tim -tamo. b^/Lthday 
OM Ljou ^ 

2 . ha^ been moAJued 1 5 ymM 
OA moAe 



4. KJotad 0^Nlxon [a^ any 

.... and TB QaaAantQ.Q.d 
to ^tLmuZata cowue/u^utton. . 



"hiotA) QathoA into groups a6 
you 4ee yoa/i own ^tylz, and 
taZk about tliz aom^quma^ 
0^ saah a £^^e stytai 
di40Ldvang^ and aduajtttge^.' " 
F^om aM 3 oi tht gnoup6 
aamt tho. uatizajtion that 
no oAgayiMzcLtlon can txMbt 
long mtfiout alt th/Ltn 
typu - m mattzK hau) 
Spiong o/L AJuUXatinQ th^ 
bthaytou tho^e. othm 
tjoo mtgkt be tti taneA oft 

Friendly Helper 




Cool 

Calculator 
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The second part of the first morning's 
activities was a consensus decisioa- 
making exercise which focused on the 
icceptance/toleranae of other people's 
ideaUf and the interdependence of 
people in organiEattons , These issues 
^i?ere clarified and demonstrated by 
Dreaking down into small work groups 
to reach consensus on the five most 
important characteristics of a leader^ 
In debriefing the exercise the con^ 
aensus decision^niaking process was 
Dmphasl^ed more than the decision 
product of the group. Nine decision 
naktng prucedures were identified 
throughout all groups ^ (Appendi3< 

1^ Plop : Suggestions not picked 
up by group; lays there ^ 
quivers j and dies« 

2 , SB 1 f^ A u tho rj. g e d Dgc i s iw 
3 ^ To^c Jimg 

4^ Handclasp s support of one or two members leads to aetion 

Minority Support 
6. Majority Support 
7^ problain Census 
8^ Near Consensus 
9^ Thought and Feeling Consensus 

'onsensus was defined as unaniinity of thought and feeling, labile 
ly group did not reach consensus ^ four behaviors were observed in 
ly groupi near consensus, majority support, topic jump, self^ 
luthorized decision, plop. There was a wide variety in the 
rankings of important leader characteristics in all groups. The 
[roup in which 1 participated picked four unranked characteristics 
it a consensus level- 

1^ Ability to define a problem and have members make 
the decision^ 2, Respect of community^ 

3. Emotional stability. 4. Ability to make a delegated 

decision and follow through to completion^ 

Tie group concluded that the difficulty and time consuinlng nature 
ff consensus decision-making was justified when a high quality 
[eaision was needed and the issue at hand was eKtremely important 
o the organisation - 

he afternoon session was devoted to the playing of the Real Estate 
ame, a contpetition between groups to buy property for wine growing 
t the most profit. The game enabled us to focus on group roles, 
ask and process skills of leaders, interdependence of team members 
nd effectiva use of group resouroes* In the Real Estate Gaine^ 
ach group makes decisions to investigate and buy land. It costs 
1,000 to make an investigation. If the land turns out good, the 
roup makos a $2,000 profit j if not, it loses the $1,000 investi^ 
ation (survey costs) . Each group mentoer has been given partial 
nformation relating to land conditions on some of the real estate 
n question. Without having written it down and from memory, the 
roup is to share the disparate information of each member to make 
ood survey and buying decisions^ In the process of the game, one 




"A yim^ look at eon^enaad 

It 4lo^) douon aatton? T6 
^ thz a£ pa/U^amQ.ntaALj 
pnoao-drnt?" 



Thought pnovoking 
1^ tAjhat Ja nmdoM ^ commAX- 
mmt to happOHt {a d^oAMlon, 
a goaZf a nm dAAzation] , 
thm Q.oyUQ.n^iL& iKom aJLt - 
nathe^x than agK€mQ.nt tfee 
majoHAXy - ^ needed tfo^ ^e 
long Hun* Pa/ttimznta/iy 
p^oagdmt i^n' t always tho. 
be^t modi.. Wou;, An tn- 
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leader off each group was changed twice somewhat uneJcpectedly , without consent of the groups 
the new leader coming from outside group. In my troup, the first leader eKperienced 
much interferance from other group menibers in conmuniGating the inforrnation she had on 
the game rules and in setting up a proceaa to determine how the group would make buying 
decisions. At this stage we were not making good mbb of group resources and there was 
conflict over who was to lead the group in moving toward the task and maintaining group 
proeess. At this pointy the leader of our group was changed ^ At first glance, we 
thought the new person who caine to our group as a spy for the other teams and ignored her , 
However* she was extremely taslc»oriented. This was goinething we needed because at this 
stage we had not agreed upon a process to make buying decisions and had not made any 
surveys of property. However, our first reaction to her (in our confusion and conflict) 
was to be hostile, ignore and reject her. Her reaction was to say "the hell with it" 
because she felt herself a member of her former group and that group was going to win. 
Some of us persuaded her to stay though, because she had a solution (if arbitrary) to our 
problem^ Soon afterwards we started making good buying decisions^ 

The effects of the leadership change were observed in oUier groups. However* our first 
leader managed her second group very well. She obsarved a group that was working very 
well for awhile before she offered suggestions. 

Probably the best thing illustrated in the last part of the game when the systems set 
up in individual groups were at their most effective^ at this point the "sure" profit- 
making decisions were made, buu there was more good land to be discovered, at this point 
the deeision^maKlng process had to be changed and a new element of greater risk entered 
the game. There was some repeat of the conflict and confusion experienced in the first 
round, but new leaders emerged who were more able to personally motivate the group to 
make decisions in a riskier situation^ 

Summing up the first day's activities , several decision modes of decision^making were 
identified from (a) decision in the hands of one person (less time-consuming made where 
the knowledge is) to (b) majority vote (where sometimes half of the men^ership is ready 
to sabotage the outcome) to (a) consensus (a painful process used for major decisions). 
The facilitator emphasised that there are factors which should enter into the choice 
of a leadership style in the decision-^making mode, tfhere are sixi 

1* Personal comfort with style 

2* /Unount of interest within group to participate in deaision-maklng 

3- Importance of the issue or decision 

4- Time line available 

5. Size of the group 

6. Conssquences of the style of leadership 

She organized the use of authority and freedom by the leader and group along a 
continuum which identified different leadership styles. 




Style - Autocratic Selling Testing Consulting "Abdicratic" 
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Early the second day, an eKercise 
focusing on the sharing of roles 
and experlencBS across state lines 
and job descriptions; brainstorming 
was the process used* 

The process of brainstorming is often 
misinterpreted ^ and miaused. Four 
groups practiced it using the 
original rules developed for brain^ 
storming : 

Be ready with transcribers j Two, 
if necessary, to catch every- 
thing 

- List all ideas a s t hey a re s t a ted 
by contributors 

- Don't discuss^ elaborate or qx^ 
plain during this listing 

Do not judja the ideas; all are 
seen as "OK" 

- Repetitions are also "OK'* 

- If a plateau happens, enjoy the 
silence ^ . ^ ^ then proceed 

^ Work out a way to clarify and 
report the ideas generated in 
the brains torTiting 

- then REPORT 



From this eKperience grew the concerns ^ the tasks necessary to bi 
done; the opportunities for grovg^th and developnient of each of 
the organiEations . They were aolDred by many points of view and 
worded in varied phrases. Colored pens and newsprint sheets 
caught the ideas ^ 

The total collections were examined to find the key themes. 
Each idea was assigned to a theme or collapsed within another 
more appropriate idea^ or re'-eKamined for inclusion. 

Goal statements in complete sentences were derived from the 
theme lists; these could be tran Armed into action for teams 
or committees during the next year^ 

Ajid then came the "mediated report Bcenariosl" Marching 

teams ... ^ Greek choruses ^ ^huge board games* ^grroup imagination I 





Imaging thg involvmQ.nt' 
bu^M toHnUng anH^ got 

comLnQ ag4££mgitt on t/ie 

o^gakilzing to gtt tkg ^o£w 

coopeA atiyLg to poA^owi 
Whcut ^on,, ..and 6aak good 
too tong faeew too luzd to 
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The most uneorgettablc and outstanding portion of the socond day's work was the Star Power 
exercise in the afternoon. (Appendix A-6) This qamQ focused on issues of inner-outer groups, 
communication among/bctWGen groups, use and abuse of Leadership power/authority, and the impact 
of new members in eatabliBhed groups. Star Power (see instructions sheet attached) is basically 
a trading game where players trado different color chips of unequal value in five minute trading 
sessions. After each trading session, point totals are added to decide which poople belong to 
the rich or high influence group, middle or average influence group, or poor or low influence 
group. To trade a person must be in hand contact with his/her trading partner. Vou cannot 
talk to another person without being in hand contact with them. However, one can refuaa to 
enter into a trade by crossing one's arms in front of oneself. Once a trade is commenced, a 
trade of chips of unequal value or unequal color must be made. 

After the first trading session, the groups (rich, middle and poor) were formed. Each group 
was given three chips of average value to decide unaniniously how to divide them among them- 
selves. Our group decided to draw straws to divide them up. However, in this session the 
rich group in which I was in tried to develop some consciousness of the eKclusivity of the 
group . 

In the second trading session, many of the rich group refused to enter into trades with 
members of lower groups, and largely traded among them^selves. After the trading sessionr 
new point totals indicated that some members had fallen from the rich groups and others had 
accumulated enough points to become new members of this group- When we got to dividing the 
three extra chips among ourselves, the "old*' mentoers of the group wanted to proceed in the 
same way, "draw straws." However, the new member viho had the most points asked for all the 
chips for himself, ^e group refused that solution and he refused to draw straws. Since 
the group failed to reach a unaniinous decision on the e^ctra chips, the chips were taken away 
from us. At this the group was outraged and attempted to ^'blackball" the member who refused 
to go along with l^e decision. 

During the third trading session, I "fell" from the rich group to ftie middle group. More 
new people were getting into the rich group with large point totals because some people were 
getting frustrated at their inatsility to increase their status in the game. When this 
happened they gave their chips to other low influence people in the hope they would be more 
conducive to trade later and to spread their wealth aroujid. This premise was later not 
followed up on once they got into the rich groups 

After the third and fourth trading sessions the rich group was allowed to formulate new 
rules for the game around themselves. One rule made the rest of the group particularly angry. 
People had gradually tried to refuse trades with rich group mentoers in trading sessions in 
order to isolate them, and cut theni "out of the action." To retaliate, the rich group made a 



"TgAm and p^oa^A^u^ tiiat kmp nuuA^acXng in my datl^ t^^e that toeAe ^tAoAAtd 
at oiLA ccirt^eAeKice ciAe 0Kie4 Wfee« a. pe^onol md poMonn^ aonf^tLct fa, t/te. 
n.igkt to 6£ mong a. t/ie axt bgtng a QKa(Uou^ to^nnw fae^ng a mmagmbte. 

wanagdA and e, dtte^gatLon U not 4uAAendeA. 

I adio ^goX ^tAonglij about mtrnding tho. mAkaiwp om mwe ^uZl day.'^ 

"CommaniacLtMan zkoacM^^ and A^niomaZ ^ha/Ling lAjLth tnthiiAi^tL^, haAdA)on.kLng 
mdia Kolo^^modol^ mAn tno^t i^nvigoAating. PnU^onLtLziyiQ QAganA^zatlon ncad^h wa^ a 
iahtuig, mottvcLtuig exeAoi&Q-' ^eZttng mij point oi vim tonuAyU^ng ULp-to-dato. 
diAaatOAiu hcbb kgpt me involved in mutti-tibnaAy pAajgaU, suth M tho. Intgutatt 
LlbAaALj Plamiing CoLLncA.t. ViJie^a to Atj." 
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novf rulo that; said all persons must enter into a trado with 
a rich persoi, i£ the rich persDn asked* The lower group 
member had to provide the chip the rioh group member askod 
for, if he/she did not have itr the rich person could take 
whatever chip he wanted and give as little as possible in 
return . 

At this point in the game, everyone aompletely refused to 
trade with memhers of the group/ some dropped out off the 
game in disgust because they saw no poasibiLity of 
advancing and gave all their chips to other members in hope 
of displacing the rich group* The game ended on this notej 
somewhat bitterly, with rich group members complaining 
about the retaliatory tnoveg against them* After all, they 
claimed^ they won by the rules. Others had the same 
opportunity as them. 

In the debriefing several conclusions were drawn i 

1. If you don't have any influence/ responsibility/ 
or resources in an organization you "drop out." 

2. Where the power resides in a group/ they have a 
tendency not to let anyone else in* 

3* When power is abused, it gets reduced. 

4, People in power tend to feel just as much a 

victim in an organisation as those without power* 

After ail thiS/ the "dilemmas of leadership" seemed much 
less traps or pit falls - much more challenges we could 
anticipate and plan for. (Appendix A ^ 7,8) Task 
and maintenance roles were discussed as though we*d 
played a tough/ tiring, exciting/ long game. We knew who'd 
contributed, We listened to those who'd learned^ We 
thought deep thoughts. We projected into tiie next weeks 
and months ^ and as groups left for home^ talking still went 
on. 



(^wm invoivzmnt In "educa4coHct£ 
gamei" oh '^liUPiaaiLonai hwul- 

uyih tatad mlu and Qan^tict 
tan be expeA.toicLG.6 ^otlamd up 
by ''defa^ie^'tHgi, " LOlvLck 
daiiUQ. tlid QMiioM and aKpZcdn 
tl%g aatiom. People ie^oAn 
^Aom intgnaaticnu such 04 fJieie* 
But kava. m the coiLWga to 
leoAn to a4e ^aaTTTucS^^- 
iadm imtAuationcLt mzthodh? 
[0^ do m 6tlU mtAzat to 
jo^e 1 6-ffitttiwgtQA LUid 
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THE TREASURE HUNT GAME 



Name of the Hunter ^ _ 

You have 15 rninutes to get as many signatu-^es as posstble. The person who gets the 
most signatures wins a priEel No fair shQuting a question to the group i you have 
to ask individual people to see who fits the criteria. 

Happy hunting I 

GET THE SIGNATURE OP SOMEONE WHOi 

1. has the same birthday as you _ _ _ _ 

2* is new to the library media prpfession _ _ 

3^ has been an officer in their professional organization (national, state, 

lOGai) „____.^_____ 

4. has been married 15 years or more - - 

5^ speaks a language other than English _ ___ _ ^ 

6. loves artichokes _ _ _______ 

7. went abroad last summer ___ _ _ 

8* is over six feet tall _ _ 

9. is a frustrated artist at heart __________ 

10. paddles a canoe in the summer ^ ^ _ ^ ___^^_^_^ _______^ 

11. has freckles _ _ _ _ 

12. is a Capricorn __ . ^^^^.^^^ 

13. makes tremendous enchiladas ^^^^^^^ 

14^ reads 10 books each simmer _ ___^ _ _ ^ 

15* is from Texas _ - - _ 

16, is froin east of the Mississippi _ _ _______ 

17, has the longest hair _ _ _ _ 

18, can tell you yesterday's temperature in Centigrade ^___^_____^_^______ _ __^__^ 

19, is a Jerry Jeff Walker or Linda Ronstadt fan ________ _ 

20, voted for Nixon (at any time) _ _ _ ^^^^^ ___ ______ 



no doixbt had been thwugh tko^ game pta.ying and 4ma£t g/Loup dLiMQ.M^J^on f^onmat 
many tiiitz^ fae|o4e* Tho. tItAng thaX madg ttiU ^omcLt a suac^u^ ^on. me and I 
cm ^Li/te mcLny othQA^ wu^ not tho. 6maZt gwap dUttMSlon and game. ptaij4.ng 

math a6 tfit Zgngthy laAgt gMup di6aiU4ion that ioltomtd. ffuA tzahyUqat 
CLllomd moKt to tat zxposmg 4.ndLviduaL6 and I thiyik UOM uwj/ faene^XcLtai." 
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CH^RACTERlSTrCS OF AN ASSOCIATION LEADER 

A.lone read and confider the 16 characteristics listed below, select the five you think 
most important and rari}c therti in order of importance (1 being the most imjportanti 5 the 
Laast important of the top five) . 

As a group you are to reach a group decision by conserisus on which five are the most 
iniportant ranked in order of their Importance. 

If oil have one hour to accomplish this task* 



TOich five of the follomng characteristics or abilitieB are most important for an 
aascciation leaden 

1* Ability to make a decision and push it on to Gompletion. 

2. Ability to '*sell" a decision. 

3. Ability to present Ldeas and invite questions* 

4. Ability to make a tentative decision and later change \^hen conditions warrant. 

5. Ability to state a problem and seek suggestions before making a decision. 

6. Ability to define a problem and have members make deGisions^ 

7. Ability to get menders to define a problein and adopt solutions. 

8. Awareness of "in--association" politics. 
9^ Loyalty to the organisation. 

10. Physical health and vigor. 

11. Diplomacy - ability to keep association ''out of conflict". 

12 . Emotional stability* 
13^ Respect of comitiunity* 
X4 * SenSw of hi^or. 

15 ^ Good sDcialiaer. 

16, Char i smatie personaLlty. 

My personal view of the five most 
itnportant in order of Inxportance arei 

1. 

2. " " " 

3/ " " ' ' .1 " 



5. 



My group by consensus selected the follow^ 
ing five listed in order of importances 

1 . 

2. , 

3. ^ 

4. 

5/ " 



AppendiK A 2 



ERIC 



"He ijoho add6 not tc kLh lo^mnLng diminUhm ^-t ------JaJmad-^ 

"One. aoLLtd not liatp buut add to thciA. Manning at thU Izadtuhlp Wo^fc6/.,.,_^ 
SiUan Butt diomoQn.aph^d uoo^k^hop <A a ^Mc^^natlyLg woAk aAt to paHMalpatt 
-cn OK ob^QAm^ k tmAmng gKpoJiimta tkiXt olLI OEMk mmboM should havg an 
oppoK^rUty to ska/ii, " 
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DECISION MAKING PROCEDURES CHICK LIST* 

Circle the nuinbers preceding the procedures actually used for making decisioris 
during this sessicn. Decisions rnay refer to topic seleations , procedures 
for discussionr whether to gim feedback, introduction^ etc. 

GROUP COMPOS I 

9. ^oagh. and Faellng Consensus s Unariimlty 

8. Wear Coasensusi Either vith testrvation, "I'll go along," 

cr dlss&iit of one or two rtieirtfsers 

7. Problein Census i BrsinstorTntng followad by selection frain 
alte xaativ^es 

Wajority Support i One or two more than half the mentoers 
give supjort 

5. Minority Stipporti Tacit agreement or lack of disagreemeat 

by tlie laajotity 

4* HandeLasji Support of one ot two meirtDers lead to action 

_ 3. TOpic Jiunpi Drifting or shtfting of topic without eKplicit 

da lilbe ration and decision. 

2. Salf^A.utiiori2sd Dacisionf One person initiateSi action 
follcvfs iy Lwpllcit conseiit or no overt disagraeinant 

1* Flop 2 Siiggeition not pickad ap by groupi resulti in 
daeiaion by default not to consider proposal 



*A.daptad from Wesahlei^ I and E. H* Schein^ Issues In Human Relationa 
Tjraining^ Washing^oii V^C^t llatiDnai Tradiiing Laboratories # National 
Education AssociatiDn, 1952? page 67^ 



Appandisc ^ 3 



. "I ha\Jt bt^omi muth rnoAt omAz my ahmgU^fig management 6tyZt to thi 
sltuAtion^ Secaaae I m ma/Lt my owm ch^iafle I can mp^e acuMy 4ee u}km 
oihqA mdn^goM do tht 6am€. I t4infe thM k^p^ aommayUaCLtion bzti^un mmcLguUi 

"Pnopl^ do not ham 4o be \)(LAbaZ io pa^ti(Upat€ in dta^Mlon mk£ng pKotoMst^. 
SomoMMUi iki ^Man^^ nm-lnyolvad ont6 cm May an erLtcAe gAoap,*- 

"I hay^ cU^o fcacome mmk mc^a mmt Qnoap dynmtcA (laAgz and. ma£Z] md 
j£hMe who contAol tht ham€, Somettmw U aiMost hamij to 4ee people 
manlpijUffXtd m thma slXiidtioM." 
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SUMMARY OF COMMUNICATION SK3LLS 

FOR IMPROVING INTBSPE^OmL RELATIONSHIPS 

Qb jgfftlyys I ^ou bridge the interpersonaL gap as you increase the understanding you and 
another share. A shared understanding Mesris that each of you has accurate inforifiation 
about the other's (a) ideas and auggestioiis / and (b) feelings " him intentions, 
emotional responses, assumptions. 

The four ccMiuintcation skills summarised here can be helpfuK . * 

if you vant to encourage a spirit o± joint inquiry ("Let us try to 
understand how each of us views this") rather than competingt blaming 
and fauLt-finding ("You're wrongt I'm rig^ht",) 
p,, if you vant to increase the amount of Inforination held in coiranon^ 
if you w^ant to reduce the depreciation aiid hostility transmtted. 
tf you v^ant to lessen the likelihood of injury and hurt feelings. 

1. RgcagJbAo n ^ jJ?4jy^ * (acknowledging by checking) T^.eae responses (a) let the 
Speaker know y^ou have heard him (acknowledging) and (b) that you wish to 
compare your understanding against his for accuracy (cheoKing) . 

gayaghrasg^ i (Concern with ideas and suggastioris) Letting the other know 
what meaning his statements ewke in you. 

"Do you niean . . . (statement) , * 

'*Is this . (statement) ... an accurate mderstanding of your idea?" 
"teuld this be an exaniple of what you mean?" (Siv-lng a specific example). 

B, Pgcc eption Check i (Concern with the parson his feelings) Describing what 
y^ou pereeive the other feels tentativeiy and without evaluating him. 

"I get the impression you'd rather not talk aboiit this^ Is that sof* 
"Vou were disappointed that tha^ caia not ask yoM?'' 
"You look like you felt hurt by in^ coMent. Di4 you?*' 

2. ^anggl s sion^S jii 11 § : Tliesa resporiSGS aim at transmitting information free of 
attacKr accusation/ depreciation and othet telation^strainlng attributes. 

A* Bghay ior pescription i Describing spacitic, obs^rvahle actions of others 
rather than stating inferences, acclamations or generali^ationB about 
theit motives, attitudes or personality traits. 

"toij bumped my cup,'- rather than *'tou never watch where you're going.*' 
"Jiw and Bill have done most of the talking and the rest of us have said 
very little/* rather than -'Jim aad Btll Just hav^e to hop the spotlight." 

B- Descfiption of Faelingsi Identifying your feelings by (1) name, (2) similei 
(3) action urge and convaying it as inforrnation about your inner state and 
not as an accusation or coercive d^inand against the other. 

"3 felt hurt when you ignored tny ccrtment,'' rather than "Vova're rudel" 
"I felt hurt and embarrassed/* ratter than **You just put mm down''* 
"I'm disappointed that you fofgot, " rather than "Voii don't care about me!" 
"I'm too angry to listen to any rnoM now,'* rather than "Get the Hell outl" 



John Wallen 

196S r 1971 Appendisc a 
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^G^E-DISAGRES STATEMENTS pN GROUPS 

The task is to tgree or disagrea with each staternent as a group. If 
your group cannot reach agreatnent or disagreement^ you may Ghange the 
wording in any statement enough to promote agreement* You will have 
30 minutas to complete the task- 



KEY; ''A" If Yqu Agree ^ "B" If You Disa gree 

1* h prtinary cDncern of all group memhers should be to establish an 
atmosphere where all feel free to egress their opinions, 

2* In a gtoup v?ith a etrong leader # an individual is able to achieve 
greatet parsonal security than in a leader^less group. 

3^ T^ere are Qccasions when aii iiiuiviuuai miu ia a pa it a woi^king 

groiap should do what he thinks is right regardless of i^hat the group 
has decided to do, 

4* Meff^ers should attend meetings for setting group goals and discussing 
group problems- 

Generally there comes a time when democratic group methods roust be 
abajidoned in order to solve practical problems* 

6* In the long runi it is more important to use democratic methods than 
to achieve spacifia results by other means* 

7* Sometimes it is necessary to change people in the direction you your- 
self think is rights even whert they objact. 

8. It is Sometimes necessary to ignore the feelings of others in order 
to reach a group decision* 

9. l^an the leader is doing his best /one should not openly ariticiae or 
find fault with his conduct. 

10. ^are v^ould be more attentiveness in meetings if the laager would gat 
quickly to the point and say what he wants the group to do. 

11. Democracy has no place in a military organisation, an air task forca^ 
or an infantry squad when actually in battle* 

12. By the time the average person has reached maturity, it is almost 
impossible for him to increase his skill in group participation, 

13. Attendance falls off when everybody in the group has to te considered 
before making dacisions* 

14. Comimttee mai^arship doesn't dwindle whan the chairman is careful to 
choose friends for committee meffibejfs* 

Appendtsc A 5 

-^Vou mlgkt app^tdcLtt my aompaMA4on oi iht AECT/Unlvtn^iMty oi Tom Lafee Okobojl 
EduaaMonal MUcl LmdaUhLp Conimmaz and thd Liavgmo^L^ z^^pjilmt^, Oikgn 
I cMtndzd t^ie Ckobcjl ConieAmat suJm2A, it a aon^oAmct oi lmdeJi4 
aboiLt a top^g in h{e.d4A-lmpaat on Laamlng" . LeoL^tmo^th um a 

aonieAmcQ. la^doJLh about l2XLdQA^Mjp . TheAz wcu a ^aaZ cU^i^LmcLQ^ 4.n w^cut 
tacuimd in t^/vm boife p/ioau^ md aontmt^ I ItoAmd much at LmvzmoKth 
afcoLtt dt(U^<.on'miujig, md the. puazAiS tiiAoagh whlah m tmJmtd veAy ao- 
opmati^% and bm^iloMl. Okobojl mb mhe^aZ^y md aompe*4t4vt/' 
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RULES FOR STAR POWER 



1. You have five minutes to improve your score. 

2. YOU may improvG^^your score by trading advantageously with other participants. 

3. persons must be shaking Hands and continue in hand contact to trade. 

4. Only one for one trades are legal. Two chijs for one and any other corfto ina- 
tigns are illegal. 

5. Once you touch the hands of a participant a chip of unequal value or color 
must ba traded. It a pwaon cannot conclude a trade they have to remain 
in hand contact for the entire five minute tracing session, 

6. There is NO TALKING unless hands are touching. This must be strictly 
enforced, 

7. persons with folded arms do not have to trade with other persons, 

8. All chips should be hidden. 

9. GOLD CHIP 50 points 
GREEN CHIP 25 points 
DOUBLE WHITE 20 points 

CHIP 15 paints 

miTE CHIP 10 points 

BLUE CHIP 5 points 

10. Additional pgints are given if a person is able to get several chips of 
the BBimm colon 



9 chips of the same color 120 points 

8 chips of the same color 90 points 

7 chips of the same color 70 points 

6 chips of the same color 50 points 

5 chips of the same color 30 points 

4 chips of the same color 20 points 

3 chips of the same color 10 points 

11. No extra points are given for two chips of the same color. 

NOTEs Several unwritten rules are given as the game progregsas^ 

Appendix A - 6 



^^PaAti^poLnM in LmvtmoKth Con^&Amct cuit to be aoyigmtulatgd 
5oA th^M opmnu^ and £ht lyi^e.gnJJ:y o| thuA mmtlom. Sua Bue^ U 
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and thzJji ^e^Eeuance to auK am aatwit^j. Hot only wcu thQ aow^eAewce 
^un, but many thz typu oi IntzAaatioM have. ^ecuMed in otMn. 
4et^ng4 uohzKt I have bzm 6lncLg^ b/Unging the. ^xpoAlma^ and It^ 
lzJ^4on6 baak to mlndJ^ 
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IXPUNATION SHEET OF TASK Am MAINTENANCE ROLES 



TASK ROLES 

inL^t ^txngi proposing tasks or 
goals I defining a group problem; 
suggaating a procedure of ideas 
for solving a problem* 



Infjpjnjiation or opini on seeking: 
Requesting facts; seeking rala-- 
vant infonnatlon about a gMup 
concarn/ asking for suggestions 
and Ideas 

Tnfnrmft^ion or opinion ^^ivln^i 
Offering facts; providing rele-"- 
vant information ^out group con- 
earn stating a belief ^ qiving 
suggastions or ideas. 

Clarifying or alabojcatan^ i Intar= 
pratin^g or raf led ting ideas and 
suggestions 1 clearing up confusionsi 
indicating alternatives and issues 
before the group; giving sKamplas. 



Suimarigin^ : Pulling together re-- 
iated ideas; restating suggestions 
after group has discussed tiiem; 
of fa ring a decision oi conclusion 
for the group to accept or reject. 



Consensus tfes titig i Sending up 
"trial balloons" to sea if group 
is naaring a conclusion i checking 
with group to see how much agree- 
ment has been reached* 



MAINT ENANCE ROLES 

B^owag^^i being friendly, 
warm and MSponsiva to other's; 
accepting others and their con- 
tributions; regarding others by 
giving them an opportunity or 
recognition • 

E^resglng group feelings i 
sensing feeling ^ mood, relation-" 
ships within the group; sharing 
his own feelings or affect with 
other mefttoers . 

Harj^nig jn^ i Attempting to recon- 
cile disagreements; reducing ten-* 
5 ion through "pouring oil on 
troi^led waters; " getting people 
to explote their differancaSi 

Cggp^mising i when his own idea 
or status is involved in a con-^ 
flict^ offering to compromise his 
ow position; admitting error ^ 
disciplining himself to maintain 
group cohesion. 

qatg^kgegw£* Attempting to keep 
conof^uaication channels opan^ 
facilitating the participation 
of otheri/ suggesting procedures 
for sharing opportunity to dls^ 
cUss ^roup problems* 



6, I Exprassing 

standards for group to achieve; 
applying standards in evaluating 
group functioning and production. 
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"PeAhap6 tht ^aat thc^ all ^o6e peop£e had to pay be tfieAe had 6ormthlng to 
do (jo^Uk tht atmo^phoAe.^ bat I ioand avmyonz to be h.&ZSy to join aatLvzly in 
thz ^i^cjtuAed dulgn^ lolth vmtj ^tttt£e InaMtntion. T^eAe no doubt about 
tjoho m6 dUA^cLtlng oueAat£ pn.QQKm^ eueit ^ougk the. poAtlcipciytM itlX, u I 
did dicLt we we^e making Agal pnog^t66 In solving ioK not solving) thg a^slgntd 
pAoblm^." 

"Thz diought that ha6 peA4^ied 6lnae. the. convenience l6 sormthlng But mtntiomd 
6 2,v2JiAl tanu, nmtlyp that oun pmazptiom dii^^. A ptMon i^lth whom m my 
be trying to aommunlaatt may be mylng someMUng mti^eZy diii^ent: ^wm whaZ 
we pe^eeiue. SuAt into that one alot In my d^Xy aativiMul" 
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COKPITIOKS CTAT LIMIT A GROUP'S EFFSCTIVENfiSS IN DECISION MAKING; 



1) Individual mei^ers' tem^rary emotional states that reduce mental 
affidiancy - elation/ fea^^ anger. 

2) Chronic blind spots arisiiig f^om^cial prejudices or idiosyncratic 
biases « 

3) ^emppwry physical conditians - fatigiie, hunger, '-jet-lag*'* etc, 

4) ''Groupthink" cohesiveness within a group which may result in 
Indiv^tduals ' failing to carry out a careful, critical scrutiny of 
pros and cons of alternatives because their loyalty to the group 
causes tham to assume that a proposal is a good on©. Each person 
way decide that his misgiviJigs are not relevant, 

5) Group meitto^rs \maware of their roles and functions, 

6) No procedures for critical inquiry^ 

7) Ov^ercon fide nee or a feeling of invulnarability that may develop as 
group rnentoers bolster each other. 

8) Overeinphasis on areas of convergent in their thinking at the es^ense 
of axploring divergence, 

9) Assumption that a mentoer's silfence means full agreement, 

10) timitlng group's discussion to a few alternative courses of action 
without an initial survey of all alternatives, 

11) Failure to identify and use asternal resources, 

12) Key members (high influence people) always stating their opinions first. 
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3* T haut been txpoitd to 4mplu good le^adiLuhtp iM.ah I am t/Lijtng to pattZKn 
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am bttteJi dtaJL mXh my mnZd,*- 

mjoye.d tMking m^h pOAtialpcLntb iKom othoA sti^u 4o thcU I aamt away loZth 
an mdi^^ndAng pKobtm^ uotUdh oAe mo^e an.Lv mm at and thosz thaZ (Ml 
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A E C T Spring Laaderihip Conference Directory 



July 13-14, 1978 



Robin Rivenburg 
Media Specialist 
Lake Oswego H,S. 
2501 S.W- Country Club Rd* 
Lake Oswego, OR 97034 
(503) 636-3673 

Maggie Rogers 
Inf* Center/Library Director 
Northwest Regional Ed_. 
710 S*W* Second Ave. 
Portland, OR 97204 
(503) 248-6923 

Richard C* Sacks teder 
Director of Instructional Mat* 
Shor^lina School District 
1221 N,E. 140th 
Seattle, WA 98125 
(206) 362-7900 

Bill Schmidt 
Audiovisual Services 
Cantral V^ashington Univ* 
Ellensburg^ 98926 

Jean A* Seay 

Librarian, Profassional Library 
Portland Public Schools 
P.O. BQ3C 3107 
Portland, OR 97005 

(503) 234-3392 Ext, 267 

Dave Siegel 
Media Spacialist 
North Gresham Grade School 
1001 S*E* 217 
Gresham, OR 97030 
(503) 665-8380 

Gary L, Sivertsen 
Dir. of Learning Ras, Center 
Fort Steilacoom Comnunity Coll* 
9401 Parwest Drive S.E* 
Tacoma, m 98467 



Tony J, Smith 
Print Shop Coordinator 
Coluinbia eSD 
P.O.Box 900 
St.Helens, OR 97051 
(503) 397-0028 

Richard stockman 
Edp Media Specialist 
Lane County ESD 
1200 Highway 99 North 
Eugene, OR 97401 
(503) 689-6500 

Lyle Wirtanen 

jMadia Specialist, Title IVB 
Oregon Dept* of Education 
942 Lancaster Drive N.E. 
Salain^ OR 57310 
(503) 378-3566 
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"Pu/Ung one. gMup tx^cUu I expe^tieneed a Meeting aomp&^tQ. 

h&Zptu4nu6 wltk thz 6JMxa^on that vou Iyi pKOtoA^ ---- I kmzmbzA ^eei^Hg 
vmy unaom^o^abte. and ImaKdZy mAZing agaJ.¥i4t my imapabJiAXy to ahanQt 
things, ThU yoM. I iomd mystli In a ^iMoA s^Mxation at wonk and 
expw^ewefid ^tifUJtoA InnM. ^tzLLng^-'-but konutty b^LLtvz I mj^ abZg to look 
at, daaZ mMi and aotm thAough moKt tUAXy ioK having bzm thMugh tha 
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THE PLANNING OF THE WORKSHOP! WHAT MADE IT HAPPEN WELL? 



1. A pre-planning session included one ox more planners from each state organization^ 
They held differing roles ^ They offered a variety of pefceptiona. This was a 
brainatprrning session rather than an agenda setting time. (six or more months 
previous to workshop) 

An ideal site^ with casual living and learning conditions, was describedi several 
people we^e to search out possible locations for holding the workshops One state 
asaiinied responsibility for site; the other for program and piablieity. 

2^ A planning session reviewed the notes from the pra-'planning session and eame to 
agreement on the trainer* thm working style of the vjorkshop# and the objectives 
of the workshop- Possible content and activities illustrated the objectives so 
everyone aould be aware of workshop purpose before agreeing. (four or more months 
before workshop) 

3. Tlie trainer oontacted^ contract was discussed and agreed upon* Content, 
activities f objectives and purpose ^ as discussed by the group of planners, were 
presented^ Trainer went away thinking. (four sr more months before workshop) 

4. Telephone review of trainer perceptions of tha workshop purpose and activitieai 
trainer laid out plans as developed through he^ own ideas. Telephone confirmation 
with other planners that this was "OK." (thre^ or more months before workshop) 
First piibllcity went out to interested participants.* 

5* Trainer and program planner held another session in which tentative agenda was 

suggested, pending confirmation with key planners, ^ey were contacted by phone or 
meetings, (two or more months before workshop) 

6* Site was confirmed* Agenda was sat* Publicity was developed which detailed for 
participants what they could e^^ect* beadlines ware included in that publicity so 
that group count could be established for site planners to do food and lodging 
arrangetnenta, (one or more months before workshop) 

7. Workshop was held. See following e^ectations which guided the "aura" of tha workshop. 

* Participants were nominated by their state organisations or requested that they be 
considered by contacting state organisations - 



1. Self achieving Is more important than being "best" of the group. 

2. "At task" mode is seen as separate from the "play mode." Both are built in to the 
agenda; both are identified clearly* 

3. "Self eKamination" is OK attitude is expected and discussed during introductions 
to learnings as well as during debrief ings. 

4. Expectations for group activities were made clear before as well as after activities* 

5. The agenda built in a planned sequence of suceess^achieving group interaction 
esrperiencea* The idea of successive approKimation in learning » which subsequent 
learnings build on first eKperiences. 



WHAT MAKES A WORKSHOP AURA FOR POSITIVE LEARNING? 
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yJhat Makes ^_^og_^_g!igjl^£g_jp^ Positi ve Learning? (Continued) 

6, The food and lodgings wete CLEAN and mm and TOUSflNG. 
7- Social activities are appropriate to the group and to the setting i 
^Daytime Qutdoor play 

-'Evenirig music and refreshments^ with allowances for other options 

If they should come up 
--Natural but not primitive setting 

8. Openness and integrity are eHpectations for all activities. 

9. A cross section of characters and roles exists, with planned aetivltiea for 
mixing and matahlng such roles as state librarian » state education agency niedia 
types I specialists and a good miK of building, dlatrict and educational service 
district types* 



TO MAGGIE - 

attendee. Thzy a/it not mgCLnt to aHMtLoAze buLt ion. ^u^tue me^Wwg^* 

Roam U64gm€nt6 6hou£d kauz bz^n ntadz fae^Me ptopta. 6tM^te.d OAAAwig* 
2. KoQm ci664.gmmt^ 6hoiJitd feaye pc^vizd M OR a WA. 

3* The/Lg ^kaiUd havt been 4omt OKgaifUte.d a(M.vLty ion. Taudcuj eueKRwg to get 

pzoplt QLC^qaoLLnttd and to puv^nt -atoCe gwup^ iwm ionming. We needed mont miK, 

4, Nmt tag4 4>houZd haue been madz ahtad o^ tUmt* 

5* Pack^jU 4hou£d haue faeen pupaA^d pAMox to 0JiJU.vat at tht meettng ^^e* 

6* Cou^d tkeAZ hav^ been mou tn^onmaZion about thQ. pwgmm ^avit to thi 
poA^cUpafvU pnXon. to the. mziitng? 

7. WcL6 iftete ^iOmt Aza&on ion. not ^ahzdating 4ome a^toA dtmoA mKluhop 
acLtbjltie^ , ot/ie^ tkAvi the. 

J hopg that 40me ^btUhtd mcLteAial uUM aomg ^onth 04 a KeMuM oi thU 
mee^ttng M my note ^M-ng and n.Qt€nMon 4^ not aH that good? liJihat aan you 
expect a^teA age 40) 

VouA4 tn complete, ^intua^ , 
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